ABSTRACT
INTRODUCTION
In the 20th century many authors have considered that the bureaucratic organizations are technically capable of achieving the highest productivity and they have thought that they are the best possible solution for a fast developing world. Many theorists, however, have referred to the negative consequences of bureaucratic controlled organization which are as follows; frequent conflicts between employees and management, stopping production, illegal strikes, or even the violent clashes (Carney, Getz, 2013: 43) . The area of technology, geopolitics and lifestyle has over the last fifty years changed fundamentally; however, the management has changed just a little. These slight changes, however, are not able to keep up with the speed of innovation and other global changes (Hamel, Breen, 2008: 17-18) . Slinták (2015) stresses the need to change the philosophy of management based on a culture of "how" to a management philosophy based on a culture of "why". An organization should choose a new direction, which will be different from that of the earlier, which also requires a new look at the known issues (Handy, 2015) , it should learn new ways of thinking and acting, in order to be able to adapt to changing conditions (Senge, 2006) . Senge´s concept of the learning organization is one of the approaches that is defined against traditional authoritative "checking" organizations. Senge emphasizes the transition to management based on the five disciplines (personal mastery, mental models, shared visions, team learning and systems thinking). Laloux (2014) also focuses on the values, practices and structures of the organization. Laloux comes with the concept of the so-called teal organisations that should be built on a shared sense of values, intrinsic motivation and self-management. Another hot concept is holacracy. Main structure of holacracy is an organization in circles, not in a hierarchy tree (Robertson, 2015) . The concept of holacracy has gained great attention in management magazines, often in the context of the transformation of the company Zappos towards holacracy (e.g. Useem, 2015 , Bernstein et al., 2016 , Reingold, 2016 . Some authors see to build to the concept of holacracy more sceptically. Birkinshaw (2014) points out that holacracy is one of a series of concepts that appear behind the highly acclaimed, but firms would be treated with these concepts very carefully. Their contribution can only be used if the company thoroughly consider the possibility of the introduction of the popular consultancy models and approaches. Pfeffer (2013) argues against efforts to create new management theory (particularly of power and influence), based on the belief that companies must start to work in a different way (to be more global, more dynamic, more innovative, less formal and hierarchical, more highlighting the teams and teamwork). In his opinion, the current theory can cover and describe ongoing changes.
The aim of the article is to analyse the application of the management principles of the democratic companies, and the perception of the importance of these principles from the perspective of the management of the company and from the perspective of employees. Even though the literature, appearing in management functioning of democratic organizations, descriptions are not yet implemented researches attesting to the applying placed principles. Attention is focused more on minor aspects, for example increasing the autonomy and self-control in companies, in particular self-managed teams (e.g. Proenca, 2010) . There are studies focusing on the area of the social-moral climate in democratic companies (Weber et al., 2009 , Verdorfer, Weber, 2016 , but the contribution and effectiveness of the management of the democratic companies have not yet been explored more deeply. Researches in Germany have demonstrated the interest of the employees on the implementation of the principles of the democratic companies, at the same time, however, the big perception difficulties implementing these principles for managers (Boes et al., 2015) . In the Czech Republic's efforts to popularize the topic appears democratic companies in the specialized press (for example Kejhová, 2015) and there is issued known publications to promote freedom at work (e.g. Semler, 2011 , Hsieh, 2013 , but researchers and academics do not pay too much attention to the democratic companies.
LITERATURE REVIEW
The concept of the democratic companies can be found in the literature also under other terms such as "democracy at work" (Ducasse, 2016; Fenton, 2006 Fenton, , 2012 , "democratic enterprise" (Gratton, 2004) , "post-bureaucratic organization" (Maravelias, 2007) , "organizational democracy" (Yazdani, 2010) , "F-Form companies" (Getz, 2009) , "an organization without a leader" (Brafman, Beckstrom, 2006) or "labor-cooperative company" (Ducasse, 2016) . The authors use these concepts in different contexts and individual concepts are intertwined. In the Czech Republic, there is relatively few resources on the topic of management, but the most frequently appearing terms "freedom at work" and "freedom-based company" (Carney, Getz, 2013) . The above stated terminology does not consider companies managed in the traditional way as undemocratic or non-free in the legal concept. This is the concept of the management and functioning of the organization, based and emphases on certain aspects or principles. For example the democratic organization is emphasized by the concept of empowering all members of the organization (McAuley et al., 2006) .
Among the examples cited of firms often based on the new concept of management include the aforementioned Zappos (Hsieh, 2013) , Semco (detailed in Semler, 2011 ), FAVI (e.g. Laloux, 2014 , Carney, Getz, 2013 , and W. L. Gore & Associates (e.g. Slinták, Tučková, 2016) . In the Czech Republic is the most frequently cited free company is Etnetera (Kejhová, 2015) .
Democratic companies are characterized by certain principles, characteristics or values, and differ from other firms. The authors present different concepts and principles of the democratic companies. Their comparison is shown in the following Table 1 . If a principle cannot be compared with any other, is listed on a line, by itself. Fenton (2012) , Petersen (2012) and partially Hamel (2013) render principles of freedom-based company in a structured manner and in a coherent list. The other authors have mentioned the principles in a flat structure, rather as part of their works and it has been necessary to prepared that from their works. Petersen (2012) is based on Hamel's conclusions (Hamel, Breen, 2008) , which speak of the so-called Management 2.0, which according to Hamel's conclusions about a new management for the 21st century. Hamel and Breen (2008) do not call these principles as principles of freedom-based company, but rather as principles or areas that is necessary to apply for the success of companies at this time. For example, adaptability and flexibility is an important value for the companies that want to thrive in today's world. Petersen (2012) states the basic twelve principles and the principles of money and capital, ownership, and the terminology lists as accidental, but there are also useful to cite. Ducasse (2016) , in his article, underlines in particular the ownership of company by employees, which in turn has an impact on other principles. For example, if an individual owns something, then he or she also accepts responsibility and should also have the right to make decisions. Viggain (2011) indicates an example of a company in which they tried to apply the formula of effective democracy: Efficient democracy = trust + delegation + accountability. Viggain (2011) also mentions that for the company, there are important the high performance teams and the ability to be an organization that continuously learns, which is related to the Hamel´s adaptability and flexibility. Fenton, 2012 : 61, Hamel, Breen, 2008 Hamel, 2013 : 174, Petersen, 2012 , Carney, Getz, 2013 , Viggian, 2011 : 6-7, Ducasse, 2016 : 32, Yazdani, 2010 Each of the principles has mutual links and some of the principles could be considered as principles of the parent. When examining the principles, the authors of the research exhaled from the concept of Fenton (2012) . Defined principles of the democratic companies can be understood differently and because of this, there is a description of each of the principles and their importance below. Some of the principles may be semantically mingled or to have reciprocal links. Hajzler (2017) perceives this principle as "a setting the meaning of the company so that it is understandable and magnetic. Defining the vision in order to give direction to the organization and the people inside and around it". The meaning and the vision is a key principle for a democratic organization that determines whether an employee can go along with where the company is going and if he or she will be involved, or not and in this case, it will be more appropriate for him or her to work somewhere else. According to Slinták (2016) the profit or market value cannot be served as sufficient justification for the purpose of the organization. Fenton (2012) in this principle stresses that the discussions should be conducted so as to provide a new level of meaning, connections and ideas. To ensure that people are willing to say their views out loud, is needed them to be listened to. And it's not just about listening to subordinate by superiors, but listen for all to all.
Meaning and vision

Dialogue and listening
Fair play and honour
This principle encompasses the idea of justice and equality. Although this principle was given only by Hajzler (2017) and Fenton (2012) , the authors consider this principle as important. This does not mean that the newcomer will have the same powers as a long-time experienced staff, however each should be behaved with "fair play and honour" (Fenton, 2012) .
Transparency
Transparency or openness of information in the company also means that "everyone shall have access to the information they need for independent decision making, including information about the financial results and business strategy" (Hajzler, 2017) . It is also about the willingness of all the people in the company to share the information (Petersen, 2012) . A prerequisite for this principle is "that people want to do things right, but to find out what is proper, they need a large amount of information." (Hamel, 2013: 244) And to ensure that the information they have, they need to be open. To ensure that the people in the company can work with the information; they need to understand them and know how to dispose of them (Hajzler, 2017) .
Responsibility
The company with the responsibility creates an environment in which it is clear who is responsible to whom and for what, and, secondly, towards the inside of the company but also on the outside (Hajzler, 2017) . Responsibility means that it is possible to rely on the person and do not need to control. Wilson (2011: 119) draws attention to the fact that the effective use of self-management strategies leads significantly to reduce the importance of the monitoring and controlling of employees. Ducasse (2016: 32) understands the principle of responsibility not only as a responsibility to one to another, but also as a responsibility to the company. By this, Ducasse means that employees have to be co-owners, whether in the form of stock ownership, or in the form of bonuses.
But it is not only about the ownership from the perspective of finance. Harrison and Freeman (2004: 53) state that this is even a greater degree of ownership of the process and outputs of the organization. Schaufeli et al. (2002: 74) characterize involvement as "a positive, satisfying, work-related mental condition characterized by high levels of energy, dedication to work and enthusiasm." They further argue that involvement is a long-term status of mind that is not focused on a particular object, event, individual or behaviour.
Involvement
With the principle of involvement is related to other concepts such as initiative, engagement, participation, and interest and proactivity. Yazdani (2010) as the two basic characteristics of the democratic organisation mentions the participatory management and provides more space for the opinion of the employees. The principle of the involvement, therefore, includes both the interests of the employees, but also an initiative to bring new impulses.
Co-decision
The co-decision procedure in the company means that the decision is not made only by superiors, but all may participate in the decision making. This is the freedom of employees to make decisions without the prior consent of senior management (Petersen, 2012) . Hajzler (2017) explains the principle of co-decision as follows: "decision-making processes should be set up so that each member of the organization should have an opportunity to decide what to do, when, where, with whom and for how much." Integrity This is partly about setting up the life of the organization and individuals so that its actions are in accordance with ethical and moral principles (Hajzler, 2017 , Fenton, 2012 , but this is not just about the ethical and moral principles. It is also about trust that Petersen (2012) describes the trust as a faith in the fact that everyone within the team will behave with the best knowledge and conscience. The integrity of the company, therefore, refers to both the organization as a whole and to individual members of the organization.
Decentralization
Fenton (2012) talks about the power, which is distributed and shared across the organization. This is the approach where the decision-making right is not exercised in a hierarchical structure from the top downwards, but it is rather kept in smaller units throughout the organization (Petersen, 2012) . The principle of decentralization is, therefore, closely related to the concept of "reduced hierarchy". Viggian (2011: 6) states that many theorists and practitioners indicate the reduced hierarchy of management as one of the elements of the democratic company.
Reflexion and assessment
In a democratic organization, there should be a culture of learning, and the constant desire to improve (Fenton, 2012: 61) , this helps the reflection and evaluation. Hamel (2013: 174) stresses that this should be all about peer feedback, not the feedback from the top.
Each of the ten principles listed above has for the freedom-based management its relevance. Some of the principles are relevant more, some less, but how Fenton stresses (2012: 60) the real value in the organization these principles brings when they are practised all. Individual principles link other principles. It is possible to discern that some principles are for the others as key ones. A key principle is a principle that when an unsuccessful application will also affect the successful application of other principles.
METHODOLOGICAL BASES
Research on using case studies in the last 30 years has seen an extraordinary increase in socialscientific research, including research on business and management (Dul, Hak, 2008) . One of the important issues in a methodology for the case studies includes the size of the research sample. It is usually assumed that there is no ideal number of cases and that the number between four and ten usually provides good results. Research which is carried out using case studies does not aspire on compliance with the requirement of the representativeness of the sample (Štrach, 2007) . The multiple-case design method has been applied. In the case of multiple-case designs, it is important to monitor the replication logic rather than sampling logic. Individual case studies are perceived in a manner similar to multiple experiments (Yin, 1994) .
The research was carried out in the period MarchApril 2017. Data collection was conducted using a questionnaire survey and using the interview with the heads and leaders of the companies. The questionnaire was carried out and recorded using docs.google. The evaluation of the questionnaire was carried out in the program IBM SPPS Statistics 22 (frequency, median) and in Microsoft Excel (donvar). Interviews were recorded in the forms of audio and then transliterated.
The research sample was selected using the methods of "snowball". As the first company was chosen the company of Raynet, at the meeting with Raynet were recommended the other companies -Court of Moravia, Na stejné lodi and the company of Impact Hub. The last company -Bidding Tools was selected due to the contact search on Impact Hub, which ultimately was not selected.
In addition to the semi-structured interviews and questionnaires were used for research, also other resources: Web sites the companies investigated, media interview from the site, internal documents and observations in participating in the consultation. The following Table 2 summarizes which methods were applied in the individual companies. 
(Source: own processing)
The interviews were conducted with managers or statutories of the companies, and the interview was conducted using the premade themes which the researcher followed from the part. The interviews were focused on a brief introduction of the company, the introduction of the freedom of work, principles of freedom-based management, the advantages and disadvantages of the procedure, the appropriateness of freedom-based management for other companies, and recommendations for further research. In this article, there are evaluated the responses of block-oriented in principles of management.
The questionnaire was carried out using a Web form www.docs.google.com. The questionnaire was inspired by Hajzler´s (2017) questionnaire that contains questions related to the principles of the democratic companies. Hajzler (ibid) applies this questionnaire to measure the application of the principles in organizations. The questionnaire contained two main parts: the application of the principles of freedom-based management and the importance of the principles of freedom-based management. Each part has 35 questions. The questions were divided according to the principles of freedom-based management.
Some of the principles were represented by four questions and the other for example, only two. In the first part, the respondents were asked to rate how much do they agree with the following statements, and in the second part, they were asked to rate the extent to which the values are defined by using the phrases important to them. In both cases the assessments were conducted on a scale from 1 to 5, with each value was defined such as verbally "very agree," " even disagree, or agree", etc.
The poll was carried out in four companies for which was the assumption that they have free management -Raynet, Court of Moravia, Bidding Tools, and Na stejné lodi. Table 3 summarizes the basic information concerning the companies. The questionnaire was sent by managers; therefore it is not possible to evaluate the rate of return. The research of the sample survey was counted the answers of all the people, for a total of 31 responses. Representation of respondents from different companies is not uniform. Questionnaire was filled in by 12 men and 19 women. Bidding Tools -11 respondents, in the case of Court of Moravia -9 respondents, 6 respondents were from the company of Raynet and 5 people from Na stejné lodi. 
DESCRIPTION OF THE CASES
Raynet, s.r.o.
Raynet is one of the most successful software companies dealing with cloud-based CRM. Twelve years ago, it was founded largely by students in the traditional way. After six years, the company was transformed into a democratic company. The largest number of employees in the history of the Raynet was about thirty-five employees; currently it has about 20 employees.
Court of Moravia, s.r.o.
Court of Moravia deals with the so-called playful design and gamification. This group of people first existed as a group of friends, and then a non-profit organization that conducted the experiential games and training in various areas. Four years ago, the company started as a legal firm. Currently, the number of employees varies between 15 and 20, while some workers are part-time only, for example due to parent leaves.
BiddingTools Group, s.r.o.
Bidding Tools was established three years ago. At the beginning, there was a group of people created the exact projects to automate the process of bidding. The company currently has about twelve to fifteen employees at full-time contracts and almost the same number of part-time workers and trainees. The team consists of a total of about twenty-five to thirty people.
Nastejnelodi.cz, s.r.o.
Na stejné lodi is the accounting firm that focuses on accounting, tax optimization and use of accounting data for strategic purposes. The company officially began two years ago; however, it has been in process for four years. The current number of employees is twelve persons.
RESULTS
Questionnaire
The highest ordinal dispersion (dorvar) in examining the application of the principles has been identified in statements aimed at access to information about the financial results of the company (n. 10, Transparency, dorvar 1.503), on the ability to affect the amount of own financial evaluation (n. 25, Co-decision, dorvar 1.357) and the existence of tools providing feedback (n. 35, Reflection and assessment, dorvar 1.303). In contrast, the lowest ordinal dispersion has been reported for claims focused on the ability to come up with an idea which others will be heard (n. 6, Dialogue and listening, dorvar 0.062). All claims relating to the principle of "dialogue and listening" have the lowest median 5 and dorvar. The only item with a median 3 had the claim concerning the possibility of agreeing, for how much money the employee will work (n. 25). Five claims have reached a median of 4 (two of them relating to the principle of decentralization and two "reflection and assessment").
In evaluating the importance of the principles have been recorded minor differences between ordinals variances, no claim of median reached lower than 4.
In the case of individual companies, the median is less than 3 has been observed in reviews the application of the access to the financial results of the company (median 2, company Bidding Tools). (Source: own processing)
Interviews
Principles listed below were expressed in interviews, however, many of the companies have not been explicitly mentioned when querying for the principles of workplace democracy, but in other parts of the interviews. If the principle applied in the company, the check box is marked "". If the principle clearly does not apply, the check box is marked "x". If it is not possible to determine whether it can be applied, the check box is marked with "?". If the principle is applied only partially, the check box is marked with "+/-".
Majority of the principles of management identified in the interviews agree with the principles stated in the theoretical findings. The most important appear to be openness, accountability, transparency, and regular meetings, which is a tool for effective dialogue and listening. 
Responsibility
The surveyed democratic companies give employees more freedom; however, they require a high degree of responsibility, which is the key to the effective functioning of democratic companies. A company's values document Na stejné lodi describes the concept of responsibility as "always do 100% to meet the promises that we have made." If there are people who are trainees and do not yet have a sufficient level of responsibility, is not given such a degree of freedom. It is possible to say that the degree of freedom is proportional to the degree of responsibility of the employee.
Leader from Bidding Tools: "When they become temporary workers, they can have some freedom and it is again a gradual process. In people, where we find that they are able to take responsibility and get some freedom, we gradually give it to them."
Roles of the leaders
An important value is also an example of leaders and honesty and fairness. It is necessary to corporate leaders to do what they demand from the others and so that they would be the example. Leaders are also important in the implementation of freedom into the organization. Carney, Getz (2013: 93) states that "change must begin from the leader himself." It is not possible to establish freedom from below. The roles of leaders in the democratic companies vary from the traditional way of management by leaders trying to give support to the less experienced, not to manage them. The aim is that each man was able to control the majority of his/her work.
Leader from Bidding Tools: "The primary role of a leader is not to be a parent, but to help a man in his personal growth and move it forward."
Organizational structure
Hierarchy of the democratic companies surveyed is very flat. The organizational structure of these companies is more circular than the pyramid. This is the exact "amoebas" (departments such as design, business, and support) that can intermingle. In many cases, the organizational structure is not directly written down, but still, everybody knows who is responsible for what. If this is a project management, in the framework of the projects there are responsible persons for a given project. People in the company do not have official titles, but the team knows who are the "experienced ones".
Leader 
Transparent economics
In order for people to be intrapreneurial individuals, it is necessary to provide them enough information. This is for example, to have opportunity to look at the financial statements of the company. The surveyed companies provide their employees with spreadsheets, reports and statistics on the economic situation of the companies that support the motivation of employees, because they see what effect their work has, or can have. This transparency is also leading to fair play of the staff, as each activity is obvious and can be seen by anyone. 
Staff salaries
The company indicate the different systems of the financial remuneration and each company worth its own system. Probably there is no one universal model reviews for democratic companies, but it is more of an individual matter dependent on the nature of the business.
Raynet and Bidding Tools have flat monthly salaries. In the Court of Moravia, people are rewarded by the hours worked, which they shall report and evaluation also depends on the type of project. Trust and honesty of people in a democratic company is necessary, because the employees themselves show the number of hours worked and no one checks whether it is reported correctly, even though it would be possible to trace. In contrast with an hourly salary in the Court of Moravia, in Na stejné lodi, they feel that hourly salary is the "anachronism of communism and killing innovation." In Na stejné lodi the reward is set up in the employee contract as part of the fixed part but in fact it is a majority of the variable part.
Profit sharing
The common practice of the surveyed democratic companies is the involvement of their employees to profit distributions. A specific system for allocating profit in the companies differs. The employees divide a certain part of the employees profit by using mutual dialogue and the codecision procedure, which is a condition that came to the consent of all involved.
Leaders from Na stejné lodi: "They have only one condition, that all must agree. If one does not agree, then we will decide."
Employees in Raynet can distribute the profit only at the stage of "Staging", "Stable" and "Partner". Raynet employees divide only a quarter of profit, the rest is divided among the owners, business and charitable purposes.
Meetings
Difference of openness in democratic businesses is supported by regular meetings. In the company of Raynet also exists in the rule that anyone from the company may participate in any meeting that interests him. This does not mean that anyone could talk to anything, but it means that any employee may hear what is discussed at the meetings and can know what's happening. The investigated companies have essentially a very flexible working time, however, one of the few things which are required, is to be part of the joint meetings. Ducasse (2013: 32) claims that the freedom-based management can bring higher profits and greater productivity of the company. The research, however, does not explicitly claim this. Whether the freedom-based management is in the right direction in the area of management in the 21st century, it might be possible to evaluate in a few years. The authors recommend to be carried out comparative research in the area of profitability of democratic and traditional companies. In this research, it will be needed to carefully choose the company with traditional and freedom-based proceedings which involved into the category of similar in terms of size, product, and other benchmarks.
CONCLUSIONS AND IMPLICATIONS
It is recommended to do qualitative research barriers for implementation of corporate freedom. It would be a research that should reveal the reasons for the fear of the introduction of this model. In addition to the barriers it is also recommended to determine whether people are interested in a freedom-based way to manage people (employees and managers), and if so, to what extent.
Furthermore, it is recommended to execute the questionnaire survey in companies with traditional management and subsequently compare 1) whether the principles of democratic companies are for employees of traditional companies important and how much and 2) whether the application of the principles of democracy in companies with traditional management is lower than for firms with the freedom-based management. If it turned out that even people in companies with traditional management long for application of the principles of freedom in their work, it would be appropriate to consider the introduction of workplace democracy to more companies.
The recommendation is also to perform longer-term research of selected companies and survey on them the development of their application of freedom-based management. This may be the companies that are managed traditionally, but they plan to transform into the democratic company, but also democratic business to observe, what long-term effect does the freedom-based management has on them.
The research has certain restrictions, which are for example: a small research sample and a short history of the companies surveyed. The research reaches the four companies, while the questionnaire was replied on average by seven people. Therefore, it is necessary to mention that this research is a good beginning of research in the field of freedom-based management, but for the wider practice, it is necessary to extend and focus the research on other directions. The analyzed companies are rather less-sized companies. From this perspective, it would be appropriate to implement research in larger companies. The subjects have a short corporate history and many of them are in the early stages of the application of workplace democracy. It is therefore not yet possible to conclusively point to the success of these examples. For further research, it is recommended to be executed a renewed research in these companies for a number following years, which confirms the validity of the recorded facts.
